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ABSTRACT 

Innovative transformations in business environmental factors like globalization, demography and 
technology have added additional pressure on the global markets to perform to their highest abilities. 
These conversions have hindered talent management implementations for many years now. 
Competitively advantaged companies understand that their current talent management practices 
targeting their employees are becoming redundant owing to this modernization. So the organizations 
are developing criteria to nurture, engage and intrigue their talents so ensure their continued 
association. A nascent talent management behavior is taking shape to accommodate practices like lean 
management, design thinking, analytical thinking and behavioral economy to sharpen their HR 
management efforts. In order to survive in today’s cut throat competition; the organizations must 
reinvent their methods to overhaul their existing talent by broadening its TM spectrum or face 
extinction. 
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Introduction 

The organizational culture and recruitment abilities are constantly undergoing sea change as 
technology is making it easier to hire fresh talents at the press of a click. It is not far in the future when 
resumes will become redundant and the candidates will be hired with machines that identifies abilities, 
employee turnover algorithms (employees who are flight risks), emails will be relegated to just 
exchanging pleasantries and amended employee benefits customized to each of them depending on 
their contributions and relevance to the organizations. 

The truth is that these technological upheavals have already invaded the international markets and are 
continually revolutionizing the global interactions. These interactions are completely upending the 
traditional and obscure HR practices and establishing a domain of opportunities and threats for Talent 
Management. The HR practices postulated in “War on Talent” highlighted a lose- lose scenario where 
one company hires the talent of another organization and the said organization retaliates by stealing 
the company’s critical talent resource. 

Today the organizations are vying to offer valuable and engaging employee experiences that guarantee 
their growth within the organization through the corporate ladder. Talent acquisition is being 
transfigured to adapt new methods of scouting talent and recruiting them. Once the talent becomes a 
part of the organization, HR strategists use Talent Management to augment the employee experience 
by providing an integrated organizational culture of superior physical working conditions and 
technologies (Morgan, 2017). This in turn intrigues the employees and they offer better output for its 
customers. 

This article intends to use technological upheavals information from HR related disciplines and 
integrate them to Talent Management that are currently popular with the global organizations. The 
purpose is to create a progressive Talent Management philosophy and disown the superfluous and 
outdated practices and opinions. The use of HR disciplines to Talent Management also applies to HRM 
field by substituting qualitative knowledge and practices by reviewing Talent Management 
developments, biggest contributors of the 4 industrial revolution and its Talent Management 
implications. We are trying to define a new Talent Management structure and competencies to boost 
the Talent Management strategies and procedures. Talent Management’s imminent prospects and its 
implications for the employees, the organizations and the business communities as a whole are delved 
in this article. 


Basis of Talent Management 

The ‘War on Talent’ by Michaels, in 2001 usurped the global business markets almost 20 years ago. 
Talent Management built on these underlying principles with the global community lending credence 
to the strategic operational HR practices of managing and retaining their best talents. This helped them 
to gain an upper hand in the competition by targeting its human factor of production. The leading 
global firms asserted their allegiance to Talent Management as sustainable strategies that employed 
the human asset to the best of its abilities to gain a competitive edge. The innovative firms started 
using Talent Management to place the right talent in the right capacities by offering them the right 
price (Claus 2013). 

Talent Management when aptly used employs tactical and strategic facets of tools publicized by HR 
academicians and practitioners to market the company brand, employee segmentation and value 
proposition (Michaels, in 2001). TM also integrates management sciences to define critical yield curves 
and positions (Ramstad and Boudreau, in 2007); strategic segregation of the employees (Becker, 2009) 
and global implementation using integrated tactics (Claus, 2013). Talent Management is now a core HR 
strategy as many organizations are downgrading traditional HR practices and focusing their efforts on 
acquiring and upholding the key talents in the market. 

Talent Management was initially ridiculed as a whim or a recruitment alternative. When Talent 
Management started gaining momentum, academicians resorted to developing a deluge of organized 
literature and TM was touted as an upcoming and promising research field. Still certain sections believe 
Talent Management to be a global fad devoid of rigor and concept (Heckman and Lewis, 2006; Schuler 
and Tarique, 2010; Thunnissen, 2016 to name a few) 
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But the staggering referrals in the academic journals show that Talent Management is an uprising and 
reckoning concept largely being touted as the revolution in HR practices (Mortley, 2015). Talent 
Management and its progressive strategies are being adapted at a faster pace leading to a paradigm 
change from the 4" industrial revolution. 


Fourth industrial revolution 

The paradigm modification caused due to the 4" industrial revolution has repercussions for Talent 
Management as well and not just HR practices. Technology, demography and globalization are the key 
determinants that are causing evolution of new strategies espoused by the present industrial 
revolution. 


Technological determinants 

Some of the game changing trends in technology like Al (artificial intelligence), deep learning, machine 
learning, global networks, robotization and cloud computing incites both excitement and apprehension 
when it is applied in Talent Management field (Joerres, 2016). Al is expressly replacing human effort in 
most of the sectors where the workers on many organizational levels are being substituted by 
computers, algorithms and robots. 

Jobs being substituted by technology have become habitual with academicians predicting over 45 
percent of jobs in US to be replaced with automation and technology. Nearly 32 percent of all 
occupations are technology dependent with probable chances of being completely taken over by 
automation. Employers are more inclined to replace manual workers with technology as it is not only 
cost effective but efficient in the end product. Technology helps to make informed decisions, working 
round the clock without any additional enticement. 

Employers find technology more reliable and unbiased but refrain from fully replacing the manual 
workers as automation cannot replace their creativity, compassion and planning and therefore a 
complete takeover is not favored (Kai-Fu-Lee, 2017). Nevertheless, the growing domination of 
technology cannot be overlooked that is gradually replacing human work with manual work being 
“hollowed out” with jobs becoming available only at the lowest and the highest level but replaced in 
the central spectrum of the skill set (Scott and Gratton, 2016). 

Technology has also enabled people to work for shorter hours or less periods of time as part timers, 
zero contract workers or freelancers as against full-time contract employees. 

Talent Management is no exception to feeling the effects of technology as most of the HR transactions 
are taken over or being revamped to accommodate technological evidences. Effective Talent 
Management decisions require informative analysis of individuals to hook the employees by offering 
them something that they could not resist. Using information backed decisions to provide predictive 
ambience to the employees has become a norm for Talent Management process. 


Demographical determinants 

The global population pyramids is undergoing drastic changes due to the policies adopted by the native 
countries and is predicted to experience a lot more variations in future. The fall in mortality rates 
where an average life expectancy jumped from 50 years in the 1960s to 70 years in recent years (World 
Bank, 2017) speaks volumes about the efforts made by the regional governments to bring down female 
infanticide, infant mortality rates, chronic illnesses and old age diseases. 


This means that an infant born in a developed country has above 50 percent chances of living for more 
than 100 years. The information that more people will survive till later in their adult years has serious 
implications for Talent Management. 


The three tier view of an employees’ life where it is divided into education, career span followed by 
retirement years is not applicable anymore. Another major development due to demographical issues 
is the labor mobility that is making the workforce more culturally diverse in composition. It is 
imperative for the employees to be more authentic and culturally diverse as each employee brings a 
different perspective and outlook of tackling issues in the organization. These adaptations lead to a 
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varied generational workforce that may lead to bonus challenges and complexities as four different 
generations of employees will work for and against each others’ ideas. 


Globalization determinant 

Globalization is phenomenon that has become starker in reality and is persistently evolving into new 
fields of business. The friction occurring between globalization and anti- globalization policies is more 
visible than previously. 

The dramatic changes in various democracies, populism adoption (Brexit a case in point), autocratic 
domination of leaders and impending terrorism threats are generating an aggressive world order 
where national interests are being displaced with collective global efforts throughout regions to 
combat commercial, political and individual domains. 

These drastic changes gained momentum in the beginning of the 21“ century. This has led to major 
restrictions or failures in the global labor market beginning with high inequality incidences, forced 
migration patterns leading geographical mobility, growing unemployment and under employment of 
human capital. 


Impediments to Talent Management 
These determinants have created dynamic complexities for effectively implementing the Talent 
Management strategies at varied levels of hierarchy in the organization. 


Talent Management disruptions at the work level 

Employees are already shaken with the disruptions occurring due to reciprocities between the 
economies, physical absence from work environment jobs, replacement of manual work due to 
automation and growing preference of employers to hire diverse and inclusive workforce. 


The variations and economic turmoil has altered the labor force and work paradigm, amending the full 
time contract employment to part time or zero contract policy arrangements which is gaining 
precedence in the global market. 


These staggering changes are making the employees vulnerable due to instability, detached and 
nervous at the thought of working in their later years and completely unfastened to a particular job. 
This is affecting their productivity which has remained stagnant for the past few years. 


The employment prospects have changed from secure jobs in one or two companies in their entire 
career span to multiple jobs with less secure outcomes. The employees are forced to seek career 
changes due to economic commotions, tendency to seek a new career path in the later years and 
create career buoyancy in the work life. 


Employees born in the millennial are inclined to look for jobs that are more accommodating of their 
personal lives and their interests and therefore prefer to not work for corporate careers that are 
uninspired, oppressive, demanding, unappreciated or over worked (Clapon, 2016). 


Talent Management disruptions at the organizational level 

The industrial revolution necessitated the organizations to make amends in their outlook and their 
employee engagement policy. The first and foremost industrial revolution outlined the “utility” factor 
that was required in employees. 


The technological revolution highlighted “worker productivity” to gain maximum output from the 
workers. The following industrial revolution brought in an era of knowledge and professed that 
“engaging employees” was the key to gain maximum productivity and this can be achieved when the 
employees are content with their jobs. 
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The latest industrial revolution is all about enhancing the “employee willingness” to contribute to the 
organization. This can be achieved when employees are motivated and vested in the betterment of the 
organizational performance. 

Personnel management transformed into HR practices that later cumulated into strategic HR 
management. Later, strategic HRM transformed into Talent Management and now the new industrial 
revolution is stimulating and challenging the current Talent Management practices. 


This adaptation outlook could be used to the organizations’ advantage provided they are equipped to 
deal with them in a probable and suitable manner without jeopardizing the organization’s progress. 


Talent Management disruptions at the pervasive level 

The economic commotion in the global markets has already created chaos and clutter for the governing 
bodies and systems. Additional pressures in the form of demographic variations where mortality rates 
are swinging upwards, global economic depression state, fiscal policies of the government to sustain 
their economies are present. Monetary policies of maintaining lower interest rates to flush the 
depression, unstable work conditions, mass upending of populations due to war and forced migrations 
are adding to their woes. 


Radical changes in HRM 

Modifications in HRM did not completely scrap the time tested strategies but added to its 
effectiveness. They combined the traditional approaches that proved effective in the past with 
strategic variations that are customized to individual employees instead of all. Initial HR practices 
focused mainly on operational conformity that led to its restrictive application in the organizations. 
Talent Management revamped HR’s efficiency by prioritizing customer and employee interaction and 
finding the right balance where the actions of the employee are beneficial to both the employer and 
the employee. This led to incursion of a progressive outlook by the companies towards their 
employees. 


Conclusions: 

Talent Management practices need to brace and update for the impact of technology, demography and 
globalization that carry implications for the work environment at the individual level as well as the 
organizational level. Talent Management needs to accommodate and reinvent its employee 
opportunities and reengineer its strategies so that the overwhelming aspects of these factors can be 
mitigated. Work models are being modified rapidly to contain these variations. Still, many global 
organizations are espousing updated HR stacks that help them to recognize, understand and amend the 
talent acquisition and Talent Management trends. 
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